The number of organisations putting the issue of quality management practices (QMP) on strategic agenda has been growing in the past years, although the implementation of QMP is not always easy. The importance of organisational culture as a link in quality management is discussed. However, the majority of existing studies do not fully address the employees' pro-ecological view. To bridge this gap, the present study aims at revealing the organisational culture best suited for implementation of quality management practices considering a pro-ecological view of employees. Quantitative research was carried out in a Lithuanian agricultural organisation. Validated instruments were used to design an instrument measuring organisational culture, quality management practices and a pro-ecological view of employees. The findings reveal a correlation between developmental, group, and rational cultures and QMP. The surveyed organisation has integrated culture of development and group cultures. The study shows that the organisation already applies some of the QMP, which makes it easier for further implementation of quality management practices and systems. Previous studies have revealed a relation between environmental awareness and organisational culture. The present study resulted in no significant correlation between a pro-ecological view and organisational culture or QMP. A broader research sample might exhibit different results.
Introduction
The roots of quality management systems lie in the concept of total quality management (TQM). Dahlgaard and Dahlgaard-Park (2006) define TQM as a company culture characterised by increased customer satisfaction through continuous improvement, in which all employees actively participate. Brown (2014) highlights that the basic premise is that you cannot facilitate learning, innovation and sustain excellence if you do not adopt an appropriate paradigm. Innovative organisations have an understanding of the importance of quality management systems as the essential assumptions for improving performance and granting success (Juškys and Ruževičius, 2010) .
In search of the best understanding of quality management, organisations must address their organisational culture. Gimenez-Espin et al. (2012) argue that organisational culture is one of the most important variables in the success or failure of TQM implementation. Even though scientists agree to the impact of organisational culture on the TQM, Haffar et al. (2013) remark that the mechanism through which an organisations' culture comes to have an impact on TQM implementation has not been adequately addressed.
It is important that each member of the organisation strive to become involved in the organisation's activities and the processes of its improvement, i.e., to be ready for change. Many scholars have claimed that quality management (QM) requires an organisational culture transformation to commitment to total customer satisfaction through continuous improvement (Alotaibi et al., 2013 , Wu, 2015 .
A pro-ecological view is considered as a supporting factor in implementation of QMP. Previous studies have revealed that managers are confronted with environmental issues. The ability of organisations to manage their environmental performance is an important issue for companies. The employees' pro-ecological view could be the driver for organisations not only to deal with ecological challenges but also to manage their performances. Some scholars investigate the external fit of QM with the environment (Naor et al., 2008) . Eco-thinking is considered a positive factor toward implementing quality management practices.
Though the problem is not addressed excessively, it is clear that maintaining order and leading sustainable life have an effect on the working environment.
The aim of this study is to reveal the organisational culture best suited for implementation of QMP considering the employees' pro-ecological view.
Organisational culture towards implementation of quality management practices
Perception and application of QMP are essential for the success of quality management systems. Flynn et al. (1995) categorise 7 quality practices into 2 groups: infrastructure (top management support, workforce management, supplier involvement and customer involvement) and core (quality information, process management and product design). The infrastructure practices pertain to behavioural attributes of quality management, whereas the core practices relate to technical aspects (Naor et al., 2008) . Appropriate implementation of QMP in an organisation allows taking actions and seeking certification of a quality management system, introduction of a quality management standard, or simply improving the performance of a company by analysing and clarifying ongoing processes.
An important assumption of a modern organisation is the understanding of growing sustainability problems. Egri and Herman (2000) identified the importance of environmental values in the formation of future leaders' visions and the orientation of their work towards environmental change. Some of the values required for companies to implement quality practices are also key values in environmental practices, such as efficient use of resources (Bandehnezhad et al., 2012) . Thus, there is a close connection between ecological values and quality practices (Sánchez-Medina and Díaz-Pichardo, 2017). Testa et al. (2014) remark that the EMAS Regulations and the ISO 14001 are the main international documents enabling companies to implement the EMS and receive a certificate of production processes. Differences between these systems were highlighted by Neugebauer (2012) , who discovered different external pressure sources for both standards: the choice to use the ISO 14001 standard is mostly derived from external stakeholders, and the appliance of EMAS is conditional on internal organisation motivation. Testa et al. (2014) argue that the EMAS Regulations set out stricter requirements for external communication than ISO 14001.
Researchers examine both positive and negative aspects of the implementation of quality management systems. According to Beer (2003) , quality changes are a long-term process that requires major cultural changes. Naor et al. (2008) support Beer's statement that most of the quality improvement tests fail due to the lack of attention paid to the discovery of organisational culture and QMP.
Implementation of QMP is a long process that requires continuous improvement of an organisation and the effort of all its members. Scientific literature presents a rather unanimous view that organisational culture influences the implementation of QMP. Eco-friendly employees also have a positive impact on the organisation's improvement processes.
Organisations are made up of different groups of people, creating different subcultures. Organisations are characterised as supporting common values and seeking a common understanding that forms the enterprise as a united entity that includes all members of an organisation; however, the subcultures created by organisations can disrupt the unity (Kujala et al., 2016) . QMP can facilitate the orientation of all organisational subcultures for the formation of a common culture acceptable to the targeted management of the company.
Organisational culture can be as an explanatory variable that allows one organisation to be distinguished from another and affects the way the organisation operates and consequently plays an important role in many facets of the organisation (Zu et al., 2010) . The organisational culture can be explained empirically based on the competing values framework (CVF), developed by Quinn and other contributors (Quinn, 1988 , Quinn and Kimberly, 1984 , Quinn and Rohrbaugh, 1981 , 1983 , Quinn and McGrath, 1985 , Zu et al., 2010 .
The CVF is intended to provide a comprehensive understanding of the culture of an organisation and to explain how the organisation's cultural structures are linked to compliance, motivation, leadership, decision-making, efficiency and organisational formalities. The theory of competing values model is based upon comprehensive empirical data from well-organised organisations based on performance criteria and indicators (Patapas and Labenskytė, 2011) .
The CVF consists of 2 main axes, which indicate different value orientation. The control-flexibility axis (vertical) indicates the organisation's attitude towards change and stability (Zu et al., 2010) . The internal-external axis (horizontal) expresses the orientation of the company towards the organisation and its integration and external orientation and competitiveness (Zu et al., 2010) . These 2 axes represent the 4 types of organisational cultures: team (group) culture, development culture, hierarchical culture and rational culture. This is shown in Figure 1 .
It is important to assume that the quadrants of the model of competing values framework of the organisational culture, as outlined in Figure 1 , are ideals. In general, organisations tend to have mixed cultures Fig. 1 The competing values framework of organisational culture (Cameron and Freeman, 1991 , Denison and Spreitzer, 1991 , Zu et al., 2010 Flexibility and Spontaneity
External focus and Competitiveness
Internal focus and Integration , 2012) . These values in organisations can be intertwined and manifest independently of the prevailing culture.
Control and Stability
An organisation dominated by team culture emphasises the importance of morality and strives to achieve long-term gains from a focus on human resource development (Haffar et al., 2013 , Zu et al., 2010 . Naor et al. (2008) emphasize that organisations with team culture provide their members with freedom of expression in product development, process management and responsibility for results. Such organisations are focused on collectivism through teamwork. Effective process management is achieved through rapid decision-making and informal procedures. Iran et al. (2002) and Detert et al. (2000) believe that the team (clan) culture is the most suitable for implementing quality management system programmes and quality practices. For successful quality practices, organisational culture needs to be flexible and, if necessary, to change and become oriented towards customer, top management support, employee involvement and internal orientation (Page and Curry, 2000, Gimenez-Espin et al., 2012) .
The development culture emphasises the high level of flexibility and change that depends on the external environment (Zu et al., 2010) . Gimenez-Espin et al. (2012) and Haffar et al. (2013) define the development culture as adhocratic. Adhocratic culture encourages continuous innovation, higher education, autonomy, motivation and availability of relevant information on the workforce (Gimenez-Espin et al., 2012 , Lo, 2002 . Innovative culture is essential for the involvement of customers and suppliers, since there is a need to tolerate mistakes made to gain new knowledge (Naor et al., 2008, Naveh and Erez, 2004) . Forecasting and outsourcing of customer needs, continuous innovation, access to information and flexibility are the main characteristics inherent in the development (adhocratic) culture (Douglas and Judge, 2001, Gimenez-Espin et al., 2012) . Some research studies indicate that organisations with a developmental (adhocratic) culture and well-established quality systems achieve better results (Lagrosen and Lagrosen, 2003) . Most researchers agree that developmental culture has a positive effect on implementation of QMP.
Rational culture, as seen in Figure 1 , is outward-looking, but it emphasises control and stability that is geared towards competitiveness and the attainment of goals (Zu et al., 2010) . Gimenez-Espin et al. (2012) and Haffar et al. (2013) identify rational culture as a market culture. Rational organisations are looking for external perspectives that could be used to differentiate their position from the point of view of competitors. According to these researchers, this is a result-driven ethos, where morality and personal education are less valued by leaders who are more interested in doing work and ensuring profitability.
Rational (market) as well as hierarchical culture is characterised by a high level of bureaucracy. This culture emphasises the importance of control. This type of culture is considered to be less suitable for global quality management and successful use of quality practices (Mosadegh Rad, 2006) . A negative connection between formalism/hierarchy and innovation has been found (Gimenez-Espin et al., 2012) . Issues of morality and personal development are often taken as not important in rational organisations (Haffar et al., 2013 , Zammut et al., 2000 .
Hierarchical culture is centred on the organisation's control and stability. This culture is characterised by integrity, internal efficiency and strict adherence to rules and regulations (Gimenez-Espin et al., 2012 , Zu et al., 2010 . Control and reporting mechanisms are seen as key success factors. Haffar et al. (2013) point to bureaucracy, complicated rules and rigid processes as descriptive of a hierarchical organisation.
Customer focus and continuous improvement are the most important characteristics of successful organisations and quality management systems; however, as most researchers point out, hierarchical culture does not have these features (Espina-Gimenez et al., 2012, Jabnoun and Sedrani, 2005) . The studies reveal support for the opinion that the organisation's hierarchy does not lead to successful TQM implementation (Gimenez-Espino et al., 2012 , Kumar and Shankar, 2007 , Walumbwa and Lawber, 2003 and a high bureaucracy cultures discourage TQM for the missing guidance to the client (Gimenez -Espin et al., 2012 , Haffar et al., 2013 , Lagrosen and Lagrosen, 2003 .
Team (group) and development (adhocratic) cultures are the most favourable for implementing universal quality management and QMP (Haffar et al., 2013) . The researchers point out that hierarchical and market (rational) cultures are least suitable for the application of universal quality management and quality practices.
The assessment and prioritization of a team organisation shows that the organisation has a trust relationship between team members, thus creating a common practice (Lai, 2016) . Such relationships encourage innovation as most new and adaptive ideas emerge from groups of collaborative individuals (Lloyd-Walker et al., 2014).
The anticipated negative control-oriented crop effect has been approved. Market and hierarchical cultures had a negative influence on quality management systems (Gimenez-Espin et al., 2012) . Researchers have found that the most appropriate quality management was the mixed system of team (clan) and developmental (adhocratic) cultures. Excessive focus on controls prevents the TQM from requiring employees to be given greater freedom and responsibility in order to integrate and continuously improve the number of errors (Gimenez-Espin et al., 2012) .
Employees' pro-ecological view towards implementation of quality management practices
Green management plays an increasing role in the modern business world. This is due to increasing consumer needs. Such eco-management practices are assessed by focusing on the organisation's ability to manage development towards the improvement of eco-efficiency, which leads to improved performance of the company to ensure products, processes and eco-innovations (Roy and Khastagir, 2016) .
In light of the observations made in the literature analysis, it becomes clear that certain values may have a greater or lesser impact on organisational culture and the successful implementation of QMP. Zwetsloot et al. (2004) argue that it is no longer employee satisfaction that matters, but respect, credibility and fairness of management, resulting in employee dedication and higher performance levels, especially with respect to productivity and creativity. Employees with more space to be creative can begin to think globally while performing their daily tasks, i.e. how their actions affect other people, nature etc. Dunlap and Van Liere (2000) have developed their own eco-scale divided into 5 groups outlining the following: the reality of limits to grow; antianthropocentrism; the fragility of nature's balance; rejection of exemptionalism; and the possibility of an ecocrisis. The new ecological paradigm (NEP) created by Dunlap and Van Liere was designed to change the belief that people are isolated from environmental constraints on the technology used, taking into account the current human relationship with the environment (Foster, 2012) . By adopting this concept, people think of themselves as a part of nature that does not have any extraordinary qualities that can distinguish them from other living and dead creatures that coexist on earth. Employees who realise that from an ecological point of view they share the same land as their colleagues will be more likely to cooperate and share their experience in pursuit of a common goal.
EMAS emphasises environmental values and sustainability. Zwetsloot and Van Marrewijk (2004) point out that socially responsible organisations are transparent in reporting their impact on people, the planet and profits, which is especially relevant for EMAS. Papagiannakis and Lioukas (2012) also highlight that organisational environmental responsibility expresses the depth of organisations' responses to natural environmental problems. The environmental approach is increasingly highlighted, as well as the prognosis of the individual's environmental practices, such as sorting and recycling, saving and waste management.
Actively encouraged employees with a positive environmental impact can have a surprising effect on the environment through other factors, such as the impact on activities of an organisation to which they belong (Papagiannakis and Lioukas 2012). Marshall et al. (2005) discovered individual and other characteristics (managerial attitudes and subjective norms) that have a strong positive connection to the organisation's environmental performance.
Environmental values are important for improving the living environment and business processes. Some of the key business outcomes are those that organisations achieve through quality practices such as reducing inventory costs, increasing flexibility, improving productivity and increasing consumer satisfaction. These results are the 'driving factors' of increasing profitability, reputation and market share -the key indicator of business achievement (Sánchez-Medina and Díaz-Pichardo, 2017). Quality is an integral part of business success.
High-level enterprises are conducive to the implementation of a high level of environmental protection in the event that they are focused on pollution prevention (Claver et al., 2007 , Wagner 2005 . This demonstrates the importance of focusing on the ecological aspects of processes, the consumption of energy and raw materials, rather than reducing pollution at the end of the process by putting filters into end-pipe technologies.
Organisations with environment-oriented shareholders develop environment-friendly strategies that reduce the environmental impact, which has a positive effect on eco-competitiveness related to market, internal, profitability and risk factors (Wagner and Schaltegger, 2004 Organisations are likely to be more inclined to develop the skills needed to be ecologically sustainable and to follow sustainability principles if they follow the principles of universal quality management and have acquired qualitative skills (Curkovic et al., 2000) . In addition, most authors note that the quality and ecological requirements of organisations are constantly increasing. This is associated with ever-changing environmental conditions (Wiengarten and Pagell, 2012 ).
Integrated management systems combine both quality management and environmental management practices. By applying these systems to address quality and environmental issues, an integrated management system can improve the ecological aspects of the organisation -the main orientation of the organisation towards a systematic solution of environmental problems (Siva et al., 2016, Von Ahsen and Funck, 2001 ).
Some changes may affect employees' satisfaction with their work or unintentionally alter organizational rules. The most appropriate type of culture for any organisation is one that embodies the characteristics that help organisations to be effective and competitive in the environment in which they operate (Daft, 2012) . As most modern organisations operate in a rapidly changing environment, adaptation of organisations is considered to be a key aspect in the deployment of high-quality systems (Kontoghiorghes, 2016) .
It can be stated that values describe the organisational culture favourable to the implementation of QMP. The theory of uncertainty requires organisations to achieve external coherence with the environment and the internal consistency of the elements of the organisational structure in order to improve performance (Naor et al., 2008) . Figure 2 presents a theoretical model developed according to the analysed scientific literature. It enables the organisation to use the prevailing culture more effectively in case of implementation of QMP.
Most researchers agree that team culture has a positive influence on the implementation of quality management systems and the application of QMP.
The following hypotheses are provided in the paper: _ H1: The culture of development and teamwork is conducive to the application of QMP.
_ H2: The employee pro-ecological view is a stimulating factor in the implementation of organisational culture and QMP.
_ H3: Organisational culture influences the implementation of QMP.
Methods
The survey was conducted in a Lithuanian agriculture organisation. Around 750 employees work in this organisation. Most of these employees take administrative positions. Due to automatization of production, the company has a relatively small number of employees. The organisation has a number of distant subdivisions with employees not able to be interviewed in a written survey. The survey was conducted with participants of different age groups, gender, duration of service and working time.
The survey received 82 survey responses. Most participants were more than 40 years old (36%), mainly women (62%). More respondents have been working The instrument chosen for quantitative research was developed using 2 different validated instruments chosen from the researches of Naor et al. (2008) and Dunlap and Van Liere (2000) . The survey instrument consisted of two parts: the organisational management and process scale and the new ecological paradigm (NEP) scale.
Organisation and process control scales, compiled by Naor et al. (2008) , are divided into 3 distinct scales: 1 Questions 1 to 16 refer to organisational culture types. This part is intended to identify the prevailing type of organisational culture: group, hierarchical, developmental or rational.
2 Questions 17 to 31 address the management of internal qualitative processes. This section determines which level of management 'lowers' the basic quality requirements: support for top managers, workforce management, involvement of customers or suppliers.
3 Questions 32 to 45 refer to the main methods of quality assurance. Three methods used to assess key quality assurance techniques are quality information, process control, product development.
Organisation and process control scales use 7-point Likert scales. Responses range from 'strongly agree' to 'strongly disagree'.
In order to assess the environmental performance of workers, the new ecological paradigm scale, based on a 15-point scale, was used (Dunlap et al. 2000) .
Recognition that human activities are changing the ecosystems on which our existence is dependent and growing acknowledgment of the necessity of achieving more sustainable forms of development give trust to suggestions that people are in the midst of a fundamental re-evaluation of the underlying worldview that has guided their relationship to the physical environment (Dunlap et al. 2000) .Besides, the positive environmental provisions of employees can facilitate the application of QMP in organisations. The NEP scale used 5-point Likert scale with responses ranging from 'strongly agree' to 'strongly disagree'. Table 1 presents the overall validity of the research. The characteristic is made up of reliability and factor analysis data.
Questionnaires were distributed to 105 employees, of which 82 responses (80.95% return rate) were received. The survey data were transmitted to be electronically processed by IBM SPSS Statistics 22 and the Microsoft Excel 2013 programmes. Bivariate correlations were calculated in order to understand the connections between the statements of different scales. The internal consistency and reliability of the questionnaire developed and piloted for this study was rested with Cronbach's alpha resulting in a level of statistical significance of α = 0.05. Table 2 presents the mean score for TQM practices implementation, NEP and organisational culture types in the surveyed organisation. Additionally, it was found that the organisational cultures tend to have a mixture of the 4 culture types of the competing values framework instrument. However, team culture and developmental culture were the dominant organisational culture types.
Results and discussion
The surveyed organisation is dominated by a combination of team (mean=5.188) and developmental (mean=4.930) cultures, which is considered to be extremely conducive to the introduction of QMP, especially for ongoing development, sharing of opinions and cooperation.
Bivariate correlations were examined in order to determine the associations between the culture of the organisation and the overall indicator of QMP: _ hierarchical culture showed no correlation with QMP;
_ team culture and QMP showed a weak correlationr = 0.457, p <0.01;
_ rational culture and QMP showed a weak correlationr = 0.474, p <0.01;
_ developmental culture and QMP showed a moderate correlation -r = 0.568, p < 0.01.
As hierarchical culture in this study is not related to QMP, further relationship between these components will not be considered.
Team culture is characterised by weak correlation with QMP. Team culture correlates with the support of top managers (r = 0.429, p < 0.01), customer involvement (r = 0.399, p < 0.01) and quality information on processes (r = 0.432, p < 0.01). The strongest link is between team culture and quality information practice. This reflects the fact that members of the organization achieve higher results in teamwork by sharing and having the access to the information. Rational culture and QMP have a somewhat stronger relationship. Rational culture correlates with top management support (r = 0.538, p < 0.01), customer involvement (r = 0.458, p < 0.01) and quality information on processes (r = 0.515, p < 0.01). The most likely result of customer orientation is the achievement of goals and profitability of an organisation that has rational culture, which is achieved by satisfying customers.
Developmental culture is one of the predominant cultures in the surveyed organisation. This culture correlates with the top managers support (r = 0.574, p < 0.01), customer involvement (r = 0.483, p < 0.01), quality information on processes (r = 0.576, p < 0.01), process management (r = 0.401, p < 0.01) and product development (r = 0.383, p < 0.01). Quality information on processes, proper process management, support for this information and product development are critical to developmental culture as it pushes for continuous improvement, customer focus and proper management of human resources.
Respondents tend to be eco-conscious, as the mean of NEP scale statements is 3.508. Such result could be due to the complex formulation of statements, the negative wording of some statements, as well as the eco-thinking, which has not yet been fully integrated into Lithuanian culture. Descriptive statistics of NEP scale results are demonstrated in Table 3 .
It is clear that the respondents do not see the threat of limited growth capabilities as a serious threat. Overall understanding of growing challenges of ecology problems is seen in the attitude and survey results of employees. The correlation between the NEP scale and the organisational cultural has not been proved statistically by this study. There is also no correlation between eco-thinking and demographic data. However, to summarise the results of the scientific literature analysis and the fact that the significance of the Spearman correlation is quite close to 0.000, it can be stated that ecology is inversely proportional to the length of work experience in the organisation (r = -0.254, p < 0.05), as well as women are more susceptible to having ecological preferences than men (r = 0.232, p < 0.05). The main reason for this is that younger employees tend to use terms such as ecology, sustainability, etc. Figure 3 shows the theoretical model with the calculated correlation coefficients. The NEP scale showed no relation to organisational cultures or QMP, but, according to the scientific literature analysis, the relevance and impact cannot be completely ruled out.
The obtained correlation coefficients are weak to moderate due to the small sample of respondents and the different scale sensitivity of organisational culture, QMP and the new ecological paradigm.
Fig. 3
Model of factors influencing the implementation of environmental protection and quality management systems regarding study results
The development of the employees' pro-ecological view and behaviour would save resources, create more sustainable products and promote positive advertising. A good example of a sustainable organisation would improve and secure a strong market position. Promoting the involvement of suppliers would ensure timely production, less unplanned shutdowns and more accurate calculation of raw material demand. This would not only improve organisations' performance, help to apply quality management practices, ensure stability, but also contribute to solving environmental problems.
The research presented is suitable for further improvement and adaptation. It would be possible to confirm the strong correlation between quality management practices, organisational culture, and the employee pro-ecological view by surveying a larger sample of respondents. An organisational culture survey could be expanded to evaluate the organisation's values. A broader sample would also contribute to stronger results in the calculation of bonds between organisational culture, pro-ecological view and QMP.
Pro-ecological view Team culture
Developmental culture
Rational culture
Hierarchical culture
Infrastructure quality
Core quality practices
Note: ** Correlation is significant at the 0.01 level (2-tailed).
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Conclusions
Organisations often encounter problems when implementing QMP. Scientific literature provides insights that certain cultures are more appropriate for TQM implementation than others. This is due to different leadership styles, i.e., the types of leadership, organisation's activities and traditions. Hierarchical organisational culture, defined by clear requirements, structures and subordinate QMP is not appropriate due to possible 'strangulation' in bureaucracy. Rational/market culture is also considered to be inappropriate by most researchers due to one-sided setting of goals and orientation to profit. It fosters competitiveness among employees. As a result, QMP may not work because there is no sincere cooperation between colleagues.
Team and developmental cultural models are the most appropriate for QMP implementation among the four distinct cultural types (hierarchical, team, rational and developmental). Their interconnection encourages cooperation, innovation, employee empowerment and motivation, customer orientation, employees' involvement in organisational processes, development and improvement of new products. Constant improvement is promoted particularly in developmental culture -a necessity for universal quality management. This practice can also be applied to team culture by means of motivating employees and bringing them together to work for a common goal, team building and work efficiency. These findings are similar to those of Naor et al. (2008) , Gimenez-Espin et al. (2012) , Haffar et al. (2013) and Zu et al. (2010) .
The relevance of team and development cultures for the development of QMP highlighted by the analysis of scientific literature was confirmed by the survey results. The study revealed that the organisation integrates a combination of these cultures, with stronger characteristics of team culture. The organisation also applies QMP: manpower management, customer involvement in the product development process and process management, based on procedural quality information. Other practices, in particular, involvement of suppliers, support of managers and development of new products, could be improved. According to the data obtained, the theoretical model, adapted to the applicability of QMP, has been adapted to the suitability of organisational culture. The correlation between organisational cultures and QMP was calculated.
There is no correlation between hierarchical culture and QMP. Team, rational and development cultures have a medium correlation with QMP. No significant correlations were found between eco-thinking and QMP, but, according to scientific literature, these studies can be further developed with higher sampling because logical dependencies between these scales can be seen.
